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CHAPrER I 
INTRODUCTION 
The Problem 
"Conflicts are every day occurrences in every group. They are 
' 
essential to the group's existence and their solution is just as essential 
. 1 
to its surv:ival." Perhaps not all group workers would agree that conflict 
is ~ necessary element in a group. Perhaps many would not even agree that 
conflict can have a positive function in a group, as does Scheidlinger: 
"It would seem, then, that some conflicts are not only inevitably tied up 
with group living--bu~ that their guided expression can even be helpful in 
2 
strengthening the underlying pcsi tive climate of the group." However, it 
is certain that anyone who has ever worked with a group will ~rae that 
conflicts are constantly occurring, and must be handled in some way in 
order for the group to continue to function. 
The question then arises as to how conflicts should be handled. 
Should the group worker try to divert the group from the conflict? 
Should he settle the issue himself? Should the group be encour~ed to 
1Gladys Wilson and Gertrude Ryland, Social Group Work Practice, 
p. 55· 
2saul Scheidlinger, Psychoanalysis and Group Behavior, p. 112. 
ffud their own solution? Also, which of his "tools" should the group 
worker use in handling the conflict--program, discussion, individual inter-
views? 
The author has found that the obvious source of information, the 
group work literature, is quite lacking in material of this sort. The 
group dynamicists have begun to do considerable rese~ch in the area of 
conflict in small groups, much of which will presumably have implications 
for group work practice. However, the "translation" of their findings 
into group work methodology will undoubtedly take considerable time. 
Therefore, the author ~eels it is essential for group workers to examine 
critically their present methods for handling conflict in groups, and also 
the nature of their attitudes toward group conflict. 
Purpose of Study 
The purpose of this study is to explore the methods that are used 
by group workers in handling conflict situations within groups. With the 
use of an interview instrument, described fully later, the author has 
attempted also to gain some picture as to group workers' general atti-
tudes in regard to conflict in groups. 
Research Questions 
The specific questions on which this study focuses are as follows: 
1. What are the differences or similarities between 
trained workers end untrained workers in regard 
to their handling of conflict situations? 
2. What are the differences or similarities between 
trained workers and untrained workers in regard 
to general attitudes about conflict? 
2 
3. vfuat are the differences or similarities between 
trained wor~ers and untrained workers in regard 
to their diagnoses of conflict situations? 
4. Vfuat are the differences or similarities between 
workers in treatment settings and workers in 
leisure-time settings in regard to their handling 
of conflict situations? 
5· Vfuat are the differences or similarities between 
workers in treatment settings and workers in 
leisure-time settings in regard to general 
attitudes about conflict? 
6. Vfuat are the differences or similarities between 
workers in treatment settings and workers in 
leisure-time settings in regard to· their diagnoses 
of conflict situations? 
7• Are there any differences in the group workers' 
handling of and attitude toward conflict due to 
the age levels of the groups? 
8. Are there any differences in the group workers' 
handling of and attitude toward conflict due to 
the .composition of the conflicting factors? 3 
Definition of Terms 
1 Because of the confusion that often arises in regard to the meaning 
of the term conflict, the author feels it is essential at this point to 
present the definition of the term as it is used in this study, based on 
Coser's definition. 
Conflict is not synonymous with hostility. Hostile attitudes or 
sentiments are predispositions to engage in conflict behavior, but only 
when they are expressed overtly can it be called conflict. Conflict is 
3see Chapter II, Method of Analysis, The Instrument. 
3 
always a trans-action, and must take place in interaction between two or 
more persons. 4 
The term "treatment set·ting" is used here to refer to agencies in 
whi'ch the primary :function is the treatment of specific emotional or 
' physical problems o:f individuals. This is differentiated :from the term 
"le~sure-time setting", which is used here to refer to group service 
agencies in which recreational services are offered to the community with 
the purpose o:f bel ping individuals maintain physical and mental health. 
This dichotomy is becoming somewhat artificial, as many "leisure-time" 
agencies take on more and more "treEJ,tment" aspects. However, :for the 
.purpose o:f this study, the author has considered their primary :function 
in placing agencies within the categories. 
Sources of Data 
For this study, the author selected 15 :full-time social group 
workers, representing several group service agencies and departments. 
Five ,o:f these workers were trained workers in treatment settings, :five 
were untrained workers in leisure-time settings, and :five were trained 
workers in leisure-time settings. All 15 workers interviewed were working 
directly with at least 1 client group at the time of the interview. 
Because o:f the difficulty in :finding :full-time 
group workers who meet this latter criterion, it was not practical to set 
I 
up additional qualifying criteria. 
14. 
! Lewis A. Coser, The Functions o:f Social Conflict, p. 37· 
Methods of Procedure 
Each of the 15 group workers was contacted for an interview appoint-
ment by the author either personally or by telephone. The respondents 
were then told that the interview would be in connection with the author's 
thesis on conflict within groups. 
The interview was opened by the author's explanation of the 
instrument as a compilation of 5 different conflict situations. The 
respondents were asked to read one situation at a time, after which they 
would be asked to state what action they would take as workers in that 
situation, and what reasons they would have for taking that action. 
The' respondents were informed that the author was also interested in their 
general thinking in regard to each conflict sLtuation. 
Limitations 
The author recognizes that there are many limitations which make 
it difficult to secure an accurate picture of group workers' methods in 
handling conflict, and of their attitudes toward conflict. The limita-
tiona occurred in the following areas: 
1. Selection of population: because of the importance of 
meeting the training and group leadership criteria, the experiential 
level of the workers was a factor that could not be controlled. Also, 
the small number of workers interviewed, as well as the limited geo-
grapJical area from which they were selected, certainly cannot give a 
: representative picture of the group work field as a whole. 
2. Securing the data: the crudeness of the instrument used 
would certainly tend to affect the accuracy of the findings as presented 
5 
i" this study. It is expected that discrepancies occur between what a 
wo~ker says be would do, and what be actually would do in practice. Also, 
the author was naturally able to record only what the worker verbalized at 
the time of the interview. It is quite possible that a great deal of 
thinking went on within the worker which he did not relate in the inter-
view. 
3. Analysis of data: although the author bas attempted to be 
objective in the analyses of responses and the presentation of conclusions, 
the. possibility of subjective interpretation must be recognized • 
• 
6 
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\ 
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CHAPTER II 
METHOD OF ANALYSIS 
Before presenting the findings of the study, it is important to give 
some description of the methods used to analyze the data. Although each 
situation in the interview instrument bas an individual focus, the methods 
of analysis are generally the same throughout. Where it is helpful to the 
reader, specific examples are given to illustrate the use of the method 
with certain sitilations. 
The Instrument 
Although one of the concerns of this study is not to test the value 
of the interview instrument, it is important here to indicate the author's 
rationale for setting up the conflict situations in their particular form. 
The instrument can be found in the Appendix. 
The author attempted first to provide the respondent with realistic 
situations, in order to approximate as nearly as possible what his response 
would be if,confronted with the actual situation in practice. 
The author constructed the situations to be representative of 5 
different age levels: latency, pre-adolescent, adolescent, adult, and older 
adult. This', was done in order to observe if any differences in handling 
seemed to be related to the differences in age level. This variance also 
served to control the appearance of atypical responses from any respondents 
who ma;y have ',bad an experiential advantal;re with one age group. 
In all 5 situations, an attempt was made to give just enough 
information to help the respondent ~ocus on the conflict at the point 
whlre he must make a decision as to whether or not to intervene. The 
respondent had the choice with each situation, o~ seeing the conflict as 
being based on "sur~ace" motivations, that is, initiating causes as they 
we~e described in the instrument, or o~ looking deeper into the situation, 
and speculating as to what the basic motivations may have been. 
The author also varied the composition o~ the conflicting ~actors, 
giving situations o~ conflict involving individual vs. individual, sub-
group vs. sub-group, in-group vs. out-group, and individual vs. group. 
This was done in order to see i~ di~~erences in the handling o~ the con-
~licts seemed to be related to di~~erences in the composition o~ the 
con~licting ~actors. The inclusion o~ Situation C, which duplicates the 
sub-group vs. sub-group conflict o~ Situation B was ~elt to be important 
in. order to introduce the element o~ the "interest" or "activity-centered" 
group, as di~~erentiated ~rom the "~riendship" or social group. The author 
~erls that the di~~erence in importance o~ conflict to the ~unctioning o~ 
each 0~ these 2 types o:f groups warrants the inclusion o:f both situations 
in this study. 
The instrument includes 2 situations in which physical conflict is 
~ocused upon: Situation A, where the conflict has already begun; 
S~tuation D, where the conflict seems imminent. These situations were 
~eluded to point up any di~~erences which may occur between the handling 
o~ physical con~lict and the handling o~ verbal conflict. In Situation D 
i~ was llimportant not to bring the conflict to the point where the groups 
wlre actually ~ighting, since in that case, the respondents probably 
I 
8 
' 
I 
I 
would have felt themselves unable to do anything except call for outside 
help. It was important to make implicit in the situation the opportunity 
for the respondent to choose group work methods. 
Analysis of Responses 
This section will pertain primarily to the chapter on Complete 
Summary of Findings, where the summarized analysis of data is presented. 
Analysis of General Approach to the Conflict 
Because of the great variety of reasons cited for the use of each 
method, it was necessary to find some way of presenting meaningfully the 
method cited and the reason given for use of that method. With this in 
mind, the author was able to place each worker's "general approach" to 
each situation in one of the following 3 categories: 
1. Would resolve the conflict arbitrarily. 
2. Would involve the conflicting parties in the 
resolution of the conflict. 
). Would divert the conflicting parties from the 
conflict. 
The assessment" of the approach that each worker cited was based on the 
following criteria: 
1. Would resolve the conflict arbitrarily. 
The worker cited acting according to his own or his 
agency's values in regard to the specific situation, with little or no 
' 
' 
' opportunity for discussion by the conflicting parties. 
I would speak to the two youngsters alone, and explain that I 
don't go along with this type of thing. The crafts shop is no 
' place for boxing. Fighting is not the way to settle anything. 
Also, I'd let the white child know that I didn't appreciate his 
I language. 
I 
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I think I'd set a time for those who wanted to take pictures to 
do so. Also, I 1d help these women to become involved with the 
technical discussion with the men. I'd want to keep them to-
gether as a group. 
2. Would involve the conflicting parties in the resolution of 
th~ conflict. 
The worker cited encouraging the conflicting parties to dis-
cuss their differences, and to arrive at some solution. 
, I'd present the two alternatives to them--splitting into two 
'groups, or reaching a compromise. I'd try to stimulate dis-
cussion by asking questions. Do they have any common interests? 
What would it mean if they split? But it would be their 
decision. I'd let them assess their real interest in the group. 
If the two leaders had influence 1 I'd approach them and ask 
them to get their groups to sit down right there and hold a 
meeting. I 1d tell the kids I knew they had to save face, but 
what really happened? I'd hope they would see it wasn't worth 
~ighting about. But trying to talk them out of it is no good. 
They have to believe it themselves. 
3· t/ould divert the conflicting parties ~rom the conflict. 
The worker cited avoiding or ignoring the conflict and 
trying to involve the conflicting parties 'in other activities. ' 
I'd try to let the "treasurer conflict" :fall into the background, 
u,r bringing up some stimulating program ideas. I'd want to get 
aw~ from personalities, and would go back and pick up on what 
they meant by a "real" club, poillnting out that it 1 s not just 
officers and dues. 
I'd quickly find a game to include everyone. I'd ignore the 
incident, and try to get them to :forget it, with the excitement 
of a real action game. It's better not to build up an issue 
when children are upset. 
Analybis of Goals 
I 
It would seem that a description of the methods of handling con-
flict situations cited blf workers, and the reasons given for using these 
methods, is, by itself, not really illuminative of what the worker is 
! 
10 
trYing to accomplish through his handling of the situation. Thus the 
author felt the need to examine the goals of the workers, as indicated by 
their expression of what they hoped to achieve by their handling of the 
conflict, These goals will be presented in terms of the following six 
' 1 possible types ofrresolution, based on an article by Konopka 
1. Withdrawal (of one of the conflicting parties). 
2. Subjugation (whichever party has the greatest power makes 
the other party do what he wants) • 
. 3. Majority Rule (largest vote decides the action, regardless 
of arguments). 
4. Minority Consent (majority rules, but minority agrees 
to the action). 
5. Compromise (conflicting parties each "give up" a little 
and meet half-way). 
6. Integration (conflicting ideas are discussed and re-worked 
until a decision is made which satisfies both parties). 
It is important to note here that all of these possible resolu-
tiona are not applicable to every conflict situation. For example, 
majority rule or minority consent are not likely to be the workers' goals 
in Situation A. Neither is withdrawal likely to be the workers' goals in 
Situation B. It would be well here to describe the criteria used to 
analyze and categorize the workers' goals in handling the conflict in each 
situation. 
1. Withdrawal. \vi thdrawal was cited as a goal in Situation C, about the 
adult photography group, and in Situation D, about the adolescent gangs. 
I 
I 
I 
[ 1Gisela Konopka, "Method of Social Group Work, 11 Concepts and 
Methods of Social Work, p. 140. 
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In Situation c, the workers giving withdrawal as a goal said that 
th~y would try to get the two sub-groups to split into two separate groups. 
In Situation D, the workers citing withdrawal as a goal said either 
that they would try to get their own group into the agency, or would 
atiempt to get the non-agency group to leave the scene. 
' 
2. Subjugation. Because of its negative connotation, subjugation is 
likely to be questioned by the reader as a goal of any worker in any con-
flict situation. However, subjugation was given as a goal in Situation E, 
the. older adult group. 
The workers citing this as a goal said either that they would help 
Mrs; A convince the group through persuasive arguments to accept her as a 
pe~ent treasurer, or would help the group keep Mrs.A out of office, 
through support of the group 1 s arguments against having a treasurer. 
In both instances, the worker would be adding his own strength in the 
group to the strength of one of the conflicting parties, to effect the 
submission of the other party. 
3. Majority Rule. Majority rule was cited in Situation B, the pre-
adolescent girls group, and in Situation E, the older adult group. 
In both situations, the workers giving this as a goal said that 
they would emphasize the importance of parliamentary procedure, and 
"demo'cratic" decision-making, through the use of majority rule. 
4. Minority Consent. Minority consent was cited in Situation B, pre-
adole~cent girls group, and Situation C, adult photography group. 
In Situation B, minority consent, as differentiated from majority 
rule, lis seen as the goal when the workers, although recognizing the fact 
that Jajority wishes should be honored, said that they would attempt to 
I 
12 
manipulate the situation so that the minority will feel comfortable in 
participating. An example of this is the following: 
I would taJ.k with the minority aJ.one afterward. They'd have 
to realize that in a democracy, the majority rules. But I'd 
want to hear some of their views on the subject, and maybe 
alleviate some of their fears about co-ed activities. Perhaps 
they could be involved in working on decorations or re-
freshments. 
In Situation C, a response indicating the goal of minority consent 
is as follows: 
The majority of the people have probably taken many pictures, 
and are interested in technical discussion. Since the group is 
aimed toward photography and technical materiaJ., I'd go aJ.ong 
with the majority. But I'd also suggest ways for the minority 
to go on trips, and would enable these to take place. 
5. ComprOmise. Compromise was cited as a goal in all of the situations. 
In Situation A, compromise is seen as the goal where the workers 
said they would try to mediate between the 2 youngsters, with little or 
no examination of what part their individuaJ. needs may have played in 
this conflict. The worker in this instance is really telling them to 
"make up" and "be friends". 
In Situation B, some workers actually mentioned the desirability 
of a "compromise". With others, compromise was seen as the goal where 
the workers said they would support the idea of a dance, but suggested 
some modification, as an attempt to "bargain" with the minority. In this 
case, the worker would be attempting to get the whole group to attend the 
dance, with no mention of the possible meaning of the event to either 
confl~cting party. 
\ In Situation C, compromise was seen as the goaJ. where the wor]j:ers 
said ~bey would have arranged it so that both sub-groups would participate 
I 
in both interests. In this case, both conflicting parties would be 
13 
giving up some of their own desires in order to keep the group together. 
In Situation D, compromise was seen as the goal where the workers 
mentioned focusing mainly on achieving "peace" between the 2 groups, 
solidified by some sort of common endeavor, such as a joint meeting or a 
bail game. 
In Situation E, compromise was seen as the goal where the workers 
said they would try to convince the group to let Mrs. A be the temporary 
tre~surer until a full election of officers was held. Here, both parties 
are, required to give up something. 
6. Integration. Integration was cited in Situation A, Situation B, 
Situation C, and Situation E. The Tesults of integration may be the same 
as ~ of the other 5 types of conflict resolution; however, the process 
used in obtaining the results is quite different. Integration implies 
the worker's awareness of the needs of the conflicting parties, and a real 
attempt to involve these needs in the resolution of the conflict. 
In Situation A, where little information is given in regard to the 
motivation for the conflice, integration was cited as a goal by the 
workers· who said they would be concerned with speaking individually with 
the youngsters, in an attempt to discover feelings about the fight, about 
each other, and about different races, with no mention of "blame" to 
either child. Also seen as having the goal of integration, w~'re those 
workers who said they would tell the boys that anger was a legitimate 
feelihg, and then would proceed to calm both of them. 
I 
In Situation B, integration was seen as the goal where the workers 
I 
menti6ned taking a deeper·look into the real reasons for the girls' wanting 
I 
or not~anting a dance, and then proceeding to try to satisfy the needs of 
14-
both conflicting parties. A typical response illustrating this is: 
~ first thought would ve that those who are objecting to the 
dance probably have other reasons: fear of hetero-sexual acti-
vities; they don't know how to act with boys; fear of what will 
. happen to them. I'd want to help them share these feelings 
more frankly, and I'd point out that they are legitimate ones, 
and quite common to girls of their age. I then might suggest 
a more protective co-ed activity, with less face-to-face contact, 
·. which might satisfy both sub-groups. 
In Situation C, integration was cited as the goal where the workers 
said that they would work toward making facilities for both sub-groups 
available, but optional. In this way, there would be no imposition of 
one sub-group over the other, and they would be allowed to inter-relate 
at their own speed. Integration was seen as the goal also where the 
workers said that they would discuss with the group whether they had any 
other ideas about photography which might be of interest to both. 
In Situation E, integration was seen as the goal where the workers 
recognized the needs of all the members, and thus either said that they 
would try to involve the members actively in planning for the group's 
activities, or would attempt to give them more outside individual attention 
AnalYsis of Diagnostic Considerations 
1. Nature of the Conflict 
Conflicts which arise from frustration of specific demands within 
tpe relationship and from estimates of gains of the participants, 
and which are directed at the presumed frustrating object, can be 
called realistic conflicts, insofar as they are means toward a 
specific result. Non-realistic conflicts, on the other hand, 
although still involving inter-action between two or more persons, 
are not occasioned by the rival ends of the antagonists, but by 
t~e need for tension release of at least one of them. In this 
case the choice of antagonists depends on determinants not 
dfrectly related to a contentious issue and is not oriented 
tdward the attainment of specific results. 2 
2coser, ££• cit., p. 49. 
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The above definition by Coser of realistic and non-realistic 
conflicts is used by the author as a basis for categorizing the workers' 
responses as to what they considered to be the nature of the conflict in 
each situation. Racial conflict, which is cited by some workers as the 
nature of the conflict in Situation A, is seen by Coser as non-realistic 
conflict, since "it is primarily a response to frustration in which the 
object appears suitable for a release of aggressiveness"} Also, 
diagnoses of the conflict situations as "general tension", "stored-up 
energies", or "stubbornness", are categorized as citations of 
non-realistic conflict. 
2. Other Considerations 
\vorkers 1 mention of the need for further information in order to 
be able to adequately handle the conflict is presented in 3 categories: 
mention of need for further information about individuals; mention of need 
for'further information about the group; mention of need for further 
information about the agency and/or the community. 
Workers are also categorized as to whether or not they mentioned 
the importance of the age level of the group members in determining the 
best method of handling the conflict. 
lvorkers are categorized as to whether or not they mentioned the 
importance of having a relationship with the group in order to effectively 
handle the conflict. 
Workers are categorized as to whether or not they mentioned the 
possibility of using the conflict situation in future planning or diagnosi 
of t~e group and/or the individuals. 
! 3Ibid. 
! --
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CHAP.rER III 
FINDINGS AND INTERPRETATION: SITUATION A 
The findings presented in this chapter will be based on the use of 
the interview instrument described in the'preceding chapter. Discussion 
of data will be focused on the research 'lUestions in Chapter I , 
Situation A will be presented here preceding the analysis of the data. 
You are a group worker in an inter-racial agency, working with 
a play group of youngsters, age 7 to 9. During a crafts project, 
as you are helping one youngster, you become aware that a Negro 
child has gone over to a white child and has hit him on the arm. 
This results in a rapid exchange of blows between the two young-
sters, during which the white child begins to shout 11blackie" 
as the Negro boy. Both youngsters become very excited, and 
really begin to "slug it out". 
Methods and Reasons 
As can be seen in Table 1, there were 13 mentions of the use of 
physical limitation in the handling df the conflict, 6 mentions of the use 
of program, 3 mentions of the use of discussion method, 8 mentions of the 
use of individual interviews outside the group, and ll mentions of the 
use of individual contacts within the group. 
TABLE 1 
METHODS CITED BY WORKERS IN HANDLING THE CONFLICT SITUATION* 
Trained Untrained Trained 
T<reat- Leisure- Leisure-
ment time time Total 
Use of physical limitation 5 4- 4-
Use of program 2 2 2 
Use of discussion method 0 2 1 
Use of individual interviews 
outside the group 2 3 3 
Use of individual contacts 
inside the group 4 3 4 
*More than 1 citation may have been given by each worker, which is 
true for most tables in the study. 
Use .of Physical Limitation 
13 
6 
3 
8 
11 
As is seen in Table 1, 13 of the 15 workers interviewed said that 
they would have physically separated the two youngsters, with no signifi-
cant differences in the three categories of workers. In many cases, this 
was expressed as the "obvious" or "natural'' reaction, with little 
diagnostic consideration other than that of offering physical protection 
to the two children. 
As indicated in Table 2, the reason most often mentioned for the 
use of physical limitation, and the one in .which there is most difference 
among the three categories of workers, seems to be that of offering 
i phys£cal protection, which was cited less by trained workers in treatment 
' 
sett~s than workers in either of the other two categories. The author 
woul~ speculate that while 4 of the 5 trained workers in treatment 
I 
sett~gs did not mention this aspect of the situation it was implied in 
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T.AllLE 2 
REASONS CITED BY WORKERS FOR TEE USE OF PHYSICAL LIMITATION 
Trained Untrained Trained 
Treat- Leisure- Leisure-
ment Time Time Total 
Physical protection 1 2 3 6 
To calm individuals and group 
f!>r discussion 1 1 0 2 
At age 7 to 9, little ego 
Fighting is inappropriate 
control 2 1 0 ; 
in crafts 1 0 0 1 
To avoid having a "winner" in 
racial issue 0 0 1 1 
some cases. For example, the reason given concerning the lack of ego 
control in this age group would seem to imply the need for the worker to 
supply the control, to protect the children from themselves. However, 
the author sees the need for distinguishing between the two reasons, as 
the reason of "physical protection" describes the worker's primary concern, 
before any diagnostic consideration was given to the nature of the oon-
flict or the composition of the group. 
Three of the 4 trained workers in leisure time settings who cited 
the use of physical limitation, said they would have done so with the 
primary purpose of physical protection of the two children. This is in 
contrast with the 1 out of 5 trained workers in treatment settings citing 
I 
this ;reason. 
I Use of Program 
Only 6 of the 15 workers interviewed said they would have used 
program as a method of handling the conflict, 2 workers from each category. 
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Both of the untrained workers in leisure-time settings, and 1 trained 
worker in a leisure-time setting, said they woul~ have used program 
immediately within the group, as a diversion from the conflict. One 
trained worker in a treatment setting cited the use of program during the 
meeting, but only after the conflict had been resolved through other 
i 
methods. In this case, program would have been used as a way of ending 
the meeting "on a positive note", with some satisfactions for both 
yoUngsters. The other 2 workers said they would have used program at 
future meetings, the trained worker in the leisure time setting to show 
the abilities of both of these youngsters, and the trained worker in the 
treatment setting to educate the whole group in regard to different races, 
through the use of a film. 
Use, of Discussion Method 
Only 3 of the 15 workers interviewed said they would have used the 
discussion method with the whole group as a way of dealing with the con-
flict. All of them saw thisas an educative process. For example, one 
worker said, "I would have a discussion of tolerance • • • to teach them 
that you can be a good person regardless of color" or religion." The two 
untrained workers in leisure-time settings saw, as the aim of the dis-
cussion, helping the children to understand and accept different races 
and religions. The trained worker in the leisure-time setting saw, as 
the 
1
aim, helping the children to accept every individual, and to learn 
I 
acceptable ways of treating one another, without any emphasis on race or 
religion. It is interesting to note that all three of these workers are 
from· Jewish Community Center settings. Also of some possible significance 
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is, the fact that none of the trained workers in treatment settings cited 
discussion as a way of dealing with .this conflict. Perhaps because of 
the educational value of the discussion method, treatment workers are not 
likely to see the discussion method as coinciding with their general goal 
of .treatment of individual problems, as differentiated from the recreation 
and informal educational goals of the leisure-time setting workers. There 
is some indication also that the Jewish workers tended to identify with 
the Negro child, as a minority group member. As one such worker pointed 
out, "I would feel quite uncomfortable in this situation • • • and 
sympathetic toward the Negro child." Thus it is quite possible that this 
sort of identification, whether recognized or not,, by the worker himself, 
m~ have led to a greater desire to see that the whole group gained a 
greater understanding and acceptance of racial and religious differences. 
Use 'Of Individual Interviews Outside the Group 
Eight of .the 15 workers interviewed cited individual interviews 
outside the group as a method of dealing with the conflict. The reason for 
outside interviews most often mentioned was that of fact-finding. 
It is interesting that 3 of the untrained workers gave fact-finding 
as a reason for having individual interviews outside the group, while only 
1 worker in each of the other categories was concerned with this, an 
integral part of the "scientific method" generally accepted by the 
! 1 
profession. Perhaps the untrained.workers were less confident than the 
traided workers in regard to the use of other diagnostic skills, and thus 
1Gisela Konopka, "Group Work in the Psychiatric Setting," 
Social Work, (January, 1956), p. 11· 
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felt the need to rely more heavily on verbal information. The other 
reasons given were: to point out inappropriateness of fighting; to 
point out need for co-operation in group; general racial discussion. 
Us~ of Individual Contacts Inside the Group 
It is shown in Table 3 that there were 11 references to the use of 
individual contacts within the group as a method of dealing with the 
conflict situation. 
Of these, 3 were by untrained workers in leisure-time settings, 
and, the reason for the contact was said to be to point out the in-
appropriateness or ineffectiveness of fighting as a way of solving 
problems. 
Fact-finding was cited as a reason by 2 trained workers in leisure-
time settings, and by none of the others. This fact-finding, as was the 
case with the interviews outside the group, would be in regard to the real 
basis of the conflict: What precipitated the hitting? Was there real 
prej'udice behind the name-calling? What is the relationship between 
thes,e youngsters outside the group? 
Social 
1Gisela Konopka, "Group Work in 
Work, (January, 1956), p. 77· 
the Psychiatric Setting," 
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TABLE 3 
REASONS CITED BY WORKERS FOR TEE USE OF INDIVIDUAL CONTACTS 
INSIDE THE GROUP 
Trained Untrained Trained 
Treat- Leisure- Leisure-
ment Time Time 
Fac;t-finding 0 0 2 
To persuade each to apologize 
for behavior 0 0 1 
To point out inappropriateness 
of fighting 1 2 1 
To point out ineffectiveness 
of fighting 0 1 0 
To help the children solve the 
I 3 0 0 surface causes 
Diagnostic Considerations 
Nature of the Conflict 
Total 
2 
1 
4-
1 
3 
Three workers saw the conflict as arising primarily from racial 
tension. Four saw it as definitely not a racial issue, but rather due to 
a disagreement between the two boys in regard to the crafts project. 
Eight workers were uncertain. 
TABLE 4-
NATURE OF TEE CONFLICT AS SEEN BY \~ORKERS 
AntiJNegro feelings 
Disagreement Related to the 
Crafts Project 
Uncertain 
I 
Trained 
Treat-
ment 
2 
2 
1 
Untrained Trained 
Leisure- Leisure-
time time 
1 0 
1 1 
3 4-
Total 
3 
4-
8 
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x As is seen in Table 4-, the trained workers in treatment settings 
were more willing to speculate as to the·nature of the conflict on the 
basis of the given information than were the workers in the other 2 
categories of workers. Only one of them was, uncertain as to its nature. 
Fur.ther Information 
As pointed out in Table 5, four out of the 5 trained workers in 
treatment settings expressed the need for more information in order to 
be able to act wisely in this conflict situation, 3 of them indicating the 
need for information in regard to the individuals involved. 
TABLE 5 
NEED FOR FURTHER INFORMATION AS EXPRESSED :BY WORKERS 
Trail'\eid Untrained Trained 
Treat- Leisure- Leisure-
ment Time Time Total 
Expressed need for more informa-
tion about individuals 3 2 0 5 
Expressed need for more informa-
tion about group 1 2 0 3 
Expressed need for more informa-
tion about agency and/or 
community 0 0 1 1 
The author would have expected the workers in treatment settings, 
because of the primary focus of their agencies, to be more concerned with 
individual factors, which seems to be the case in this situation. 
Four out of the 5 untrained workers indicated the need for more 
information, while only 1 of the trained workers in leisure-time settings 
I 
indicated this concern. It is interesting that this 1 worker expressed 
24-
th~ need for more information about the agency and community, rather then 
about the individuals or the group itself. 
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CHAPTER IV 
FINDINGS AND INTERPRETATION: SITUATION B 
The findings presented in this chapter will be presented in the 
same manner as has been done with Situation A. Situation B will be 
pr~sented here preceding the analysis of the data. 
You are a group worker with a "friendship" group which has been 
formed by the agency. The group is composed of girls, age 12 
to 13. During the first few meetings you are attempting to 
learn, through some discussion, what are some of the interests 
, of these youngsters. At the 3rd meeting, one of the girls 
suggests that they ~an a dance. Her suggestion is enthus-
iastically accepted by most of the other members, who quickly 
begin to suggest when they should have it, what they should 
wear, and other such details. One of the other members 
voices her objections to this suggestion of a dance, and is 
supported by a few others. They give as reasons: don't like 
,to dance; all the boys in the agency are babies; don't want to 
spend the money; "those dances" are never any good. The other 
girls are not convinced, and insist that the club should have 
a dance. 
Methods and Reasons 
As seen in Table 6, there were 13 citations of the use of program 
in the handling of the conflict, ll mentions of the use of discussion 
method, 2 mentions of the use of individual interviews outside the group, 
and a mentions of the use of individual contacts inside the group. 
i 
TABLE 6 
METHODS CITED BY WORKERS I!f HANDLING THE CONFLICT SITUATION 
Trained Untrained Trained 
Treat- Leisure- Leisure-
ment time time Total 
Use o:f program 5 3 5 13 
Use of discussion method 4- 2 5 ll 
Use of individual interviews 
outside the group 0 2 0 2 
Use of individual contacts 
inside the group l l 6 8 
Use o:f Program 
The use of program to resolve this conflict situation was cited by 
13 'of the 15 workers interviewed. This number includes all o:f the trained 
' workers, regardless of setting. 
TABLE 7 
REASONS CITED BY WORKERS FOR THE USE OF PROGRAM 
To direct interest to more 
protective co-ed activi-
ties 
During the dance, to create 
less threatening atmosphere 
To educate in dancing 
To involve whole group in some 
a$pect of the dance 
To develop self-confidence in 
planning activities 
I 
I 
I 
Trained Untrained 
Treat-
ment 
4-
0 
3 
0 
0 
Leisure-
time 
0 
2 
l 
2 
0 
Trained 
Leisure-
time 
3 
3 
0 
0 
2 
Total 
7 
5 
4-
2 
2 
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It is interesting that the untrained workers said that they would 
use program in an attempt to make the dance more enjoyable, and to involve 
the whole group in the planning, while none of them mentioned the possi-
bility of encouraging the group not to have thedance. Seven of the 10 
' trained workers recognized the need of these youngsters to move into 
heterosexual activities, but saw the possibility of satisfying this need 
other than with a dance. 
An example of a response which fits into the latter category is: 
I would try to find out what was really important to them. 
: If having a co-ed activity was the important thing, I would sug-
gest a less organized affair--a cook-out--where there is less 
pairing off, and no need for dancing. 
The author bad expected that the workers in the leisure-time 
agencies would have mentioned more often than they did the use of program 
for the reason of educating the group in dancing skills. However, only l 
leisure-time worker, an untrained worker, gave this reason, in contrast to 
3 treatment setting workers citing this as a reason. 
Only 2 of the 13 workers mentioning the use of program said that 
they would have used program to help the girls develop self-confidence 
in planning all kinds of activities, without focusing on this specific 
dance. Both of these workers were trained and in leisure-time settings. 
Use of Discussion Method 
As seen in Table 8, eleven of the 15 workers interviewed said they 
I 
would have used discussion with the group as a method of resolving the 
confiict. All 5 of the trained workers in leisure-time settings cited 
this\method, as well as 4 of the 5 treatment workers, and 2 of the 5 
untrained workers. 
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TABLE 8 
REASONS CITED BY WORKERS FOR THE USE OF DISCUSSION METHOD 
Trained Untrained Trained 
Treat- Leisure- Leisure-
ment time time Total. 
Fact-finding (in regard to real. 
basis of conflict) 3 1 3 7 
To al.low for expression of feelings 
about co-ed activities 1 1 2 4 
To help group learn elements of 
successful dance 2 1 2 5 
To help group better understand 
boy-girl relationships 2 0 0 2 
To let group explore general. area 
of decision-making 1 0 0 1 
The reason given most often, that of fact-finding, seems to have 
been of more concern to the trained workers than to the untrained workers. 
The ~uestions these workers seemed to have in mind were: Why does the 
majority want the dance--for status, to raise money, for contact with 
boys? Why does the minority no~ant the dance--for fear of contact with 
boys': inability to dance, general. dislike for the majority sub-group? 
Are these girls ready to plan and carry out a successful danae? Thus it 
would seem that these 7 workers did not accept at face val.ue thejreasons 
stated in the Situation for not wanting a dance. Most of them felt the 
stated reasons were defenses for the girls' real. feelings. Also, they did 
not accept the re~uest for a dance as indicative of readiness for a dance. 
! Only 1 worker, a trained worker in a treatment setting, would have 
' 
used rhis situation to help the group explore the whole area of decision-
making. 
I 
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Use or Individual Interviews Outside the Group 
--1 
' Only 2 workers, both untrained and in leisure-time settings, cited 
the use of ouiiside inteiviews as a method of handling the conflict. 
Although both said these contacts would be with the girls in the minority, 
the approache4 would be different. One worker; although interested in the 
girls'· real fears about having a dance, said be would be concerned with 
tryin~ to persuade them to go along with the majority. The other worker 
said that it would be important first to let them express their feelings 
I 
about the dance, and then try to involve them in planning and preparation 
for the dance. However, the second worker mentioned the importance of 
supporting them if they do not wish to attend. 
Use of Individual Contacts Inside the Group 
OnlY 2 workers referred to the use of inside contacts as a method 
of handling the conflict. One, an untrained worker in a leisure-time 
setting 1 gave as the reason, to persuade the minority to go along with the 
majority in having the dance. 
The other worker, a trained worker in a treatment setting, said 
that he would point out to the minority the common feelings among teen-
agers i~ this area, in an attempt to show that he accepted their feelings, 
and to try to effect some acceptance of this within the majority sub-
group. 
Diagnostic Considerations 
Nature of the Conflict 
·As seen in Table 9, 8 of the 15 workers interviewed saw the con-
flict as resulting from two different maturational levels in regard to 
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readiness for heterosexual activities, with little differ~nce among the 
three categories of workers. Only 2 workers saw the con£lict rising from 
surface motives, such as lack of interest or lack of profiency in dancing. 
T.A1lLE 9 
NATURE OF THE CONFLICID AS SEEN BYWOfi'KERS 
Trained Untrained 
Treat- Leisure-
ment time 
Different maturational levels 
in regard to readiness for 
co-ed activities 3 2 
Different degrees of interest 
in dancing 0 0 
Different levels of proficiency 
in dancing 0 1 
Uncertain 2 2 
Further Information 
Trained 
Leisure-
time Total 
3 8 
l l 
0 1 
l 5 
Only 3 workers mentioned the need for further information in order 
to be able to adequately handle the conflict situation. All 3 were 
untrained workers in leisure-time settings, 2 of whom cited the need for 
information regarding the group, and l who saw the need for information 
regarding both the group and the agency. The latter worker expressed the 
need to know if other dances and mass activities would be available in the 
agency if the group were not to have this dance. The workers who said the 
woul~ like more information about the group were concerned primarily with 
I 
3 qutstions: Is this the group's first dance? What other activities have 
theylsuccessfully carried out? What is some of the general background 
infoJmation about the group? 
I 
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CHAPTER V 
FINDINGS AND INTERPRETATION: SITUATION C 
The findings presented in this chapter will be presented in the same 
manner as has been done with Situations A and B. Situation C will be 
' 
presented here preceding the analysis of the data. 
You are a group worker with an adult photography group. The 
group is composed of married men and women, although there are 
only two couples in the group. These are people who have had 
.a long standing interest in photography and have now expressed 
the desire to meet, and exchange ideas with others with the same 
hobby. After 5 meetings, during which there was much technical 
,discussion in regard to new photographic techniques and the 
latest equipment, one young housewife announced that she and 
2 other women had been "talking it over" and had decided that 
'this group was getting nowhere. This "technical stuff" was 
.alright at the beginning, but "enough is enough", and they would 
like to see the group go on picture-taking outings, after which 
they could all discuss their pictures. A few of the others went 
along with the idea, and cited experiences in previous groups. 
Several of the men, however, flatly rejected the idea, arguing 
' that they had plenty of opportunity for taking pictures by 
themselves, and at the group sessions wanted to use the agency's 
equipment, and through some discussions keep up to date on the 
latest methods and equipment. 
Methods and Reasons 
As can be seen in Table 10, the use of program was mentioned 13 
times in the handling of the conflict, the use of discussion method was 
mentioned 4 times, the use of 
was lentioned 1 time, and the 
! 
was Jentioned 2 times. 
individual interviews outside the group 
use of individual contacts inside the group 
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TABLE 10 
METHODS CITED EY WORKERS IN HANDLING THE CONFLICT SITUATION 
Trained Untrained Trained 
Treat- Leisure- Leisure-
ment time time Total 
Use of program 3 5 5 13 
Use of discussion method 1 1 2 4-
Use of individual interviews 
outside the group 1 0 0 1 
Use of individual contacts 
inside the group 0 2 0 2 
Use of Program 
The use of program as a method of handling the conflict in this 
situation was cited by 13 of the 15 workers interviewed. This number 
inc~udes all of the workers in leisure-time settings, both trained and 
untrained. As seen in Table 11, there was a variety of reasons given. 
TABLE 11 
REASONS CITED BY WORKERS FOR THE USE OF PROGRAM 
Trained Untrained Trained 
Treat- Leisure- Leisure-
ment time time Total 
To show importance of both 
interests in the group 2 1 2 5 
To keep both sub-groups in 
the group 0 1 3 4-
To let each faction function 
as individual group 1 2 0 3 
To involve members' spouses 
irl the group 1 0 1 2 
To tlelp women enjoy technical 
a,pedt 0 1 0 1 
It is interesting that only the leisure-time workers expressed con-
cern about keeping all of the members together in this group. As one 
trained worker in a leisure-time setting expressed it: 
I would try to keep them together as a group. The agency is 
usually overloaded with youngsters, but there are few adult 
programs. In working with whole families, it's important to 
1 
keep the adults involved. 
The author does not mean to imply that keeping the group together 
may not have been a motive in the reasons cited by the treatment workers. 
' 
However, with the treatment workers, it was not expressed as a primary 
concern, as it was with some of the leisure-time workers. 
One example of how program would be used to show the importance of 
' both interests in the group was referred to a trained worker in a 
leisure-time setting: 
I wouldjbring in an outside resource person, who knows more about 
: photography than anyone in the group. I would discuss with him 
my goals for this group. With the group, be would show the 
importance of the interests of each sub-group, and point out 
what each could gain from the other. 
Use of Discussion Method 
·Only 4- of the 15 workers interviewed said that they would have used 
discussion with the group as a method of handling the conflict. Three 
of· these workers, one from each category of workers, said they would use 
discussion to help the group choose between two alternatives; splitting 
into two separate groups, or reaching a compromise in this group. 
The fourth worker citing the use of discussion method, a trained worker 
in 1 leisure-time setting, said she would have used discussion to achieve 
"an 'integration of needs": 
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It would depend on how I saw the group. If I felt they could 
discuss "why have we come here?" on a deeper level, I would 
encourage it. Beihg aware of the different needs of the men 
and the women, I would let them define "why" in their own words. 
By integrating the suggestions of all, I would try to guide them 
to an integration of needs. 
Use of Individual Interviews Outside the Group 
Only 1 worker, a trained worker in a treatment setting, mentioned 
the use of individual interviews outside the group as a method of dealing 
with the conflict. He would have used such interviews with the indigenous 
leaders of each sub-group, in an attempt to learn their feelings about 
what was really going on in the group. Also, if they expressed any desire 
to split into 2 separate groups, this worker would encourage it at this 
time. 
Use· of Individual Contacts Inside the Group 
Only 2 workers, both untrained, cited the use of individual contacts 
inside the group as a method of handling the conflict .situation. One 
worker said he would use individual contacts in an attempt to interpret 
to the men what the worker sees as the purpose of the group; not only 
technical study, but the actual taking of pictures. The author inter-
prets this as an attempt also to get the men to participate in the picture-
taking, as well as understanding its function in such a group. 
The other mention of the use of inside contacts was said to be for 
the 
1
purpose of working individually with each sub-group, in the light of 
eac~ sub-group's special interest in one phase of photography. The pur-
pose! here would be to keep the group together, while letting each faction 
follow its own interests. Also here would be the attempt to effect some 
inte~action between sub-groups. 
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Diagnostic Considerations 
Nature o:f the Conflict 
As seen in Table 12, the diagnoses most frequently made were: 
' two levels of proficiency; two areas o:f interest; :friction between needs 
o:f men Slld wolljSn. .None o:f the workers interviewed expressed uncertainty 
about the nature o:f this conflict •. 
Table 12 
NATURE OF TEE CONFLICT AS SEEN BY WORKERS 
Trained Untrained Trained 
Treat- Leisure- Leisure-
ment time time Total 
Two areas o:f interest in 
the activity 1 1 3 5 
Two. levels of proficiency 
4 in the activity 1 2 1 
Two ideas about purpose 
of the group 1 0 0 1 
Friction between needs of 
men Slld women 2 1 1 4 
Men.' s :fear of wives' 
disapproval 0 1 0 1 
The author was surprised that only 4 o:f the workers saw :friction 
between the needs of men and women as being the possible basis o:f the 
conflict. Those who did cite it mentioned such considerations as these: 
' 
It was bad grouping in the beginning. There must have been a 
Ivery unclear contract. Men have di:f:ferent interests than women, 
and these are conflicting in the group. Women are interested 
in beauty, and art, and want more social mixing. Men aren 1 t 
generally interested in these things. 
1It 1 s a deeper problem than what it seems--friction between the 
men and women. Men are out o:f the home more, while the women 
want to use this group as a vehicle for moving out. Men feel 
that the technical aspect is more "masculine" than looking at 
flowers or children. They have the chance to be away from 
their own wives for an evening, and want to keep it "a man 1 s 
kind of activity". 
The author was interested in the fact that 2 of the workers in 
treatment settings mentioned the aspect of "poor groupings", or "unclear 
contract". Selectivity in grouping of members, as well as the establish-
ment of a clear contract about what the purpose of the group will be, are 
generally found only in treatment settings. This issue of "contract" is 
one which the leisure-time agencies are now beginning to examine in regard 
to their own intake practices. 
Further Information 
There was no mention of the need for further information h,y any of 
the 15 workers interviewed. The author would speculate that this is due 
to two factors, the age level of the members, and the purpose of the 
group. It is actually the combination of these two factors that is 
important. With an adult interest group, it is the author's opinion that 
the'worker tends to feel that the activity is the reason these people have 
come, and therefore the worker will concentrate less on social relation-
ships within the group. Thus, with the main focus on the activity, there 
is less need for diagnostic background material. 
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CHAPTER VI 
FINDINGS AND INTERPRETATIONS: SITUATION D 
The findings presented in this chapter will be presented in the same 
m~er as has been done with Situations A, E and C. Situation D will be 
presented here preceding the analysis .of the data. 
You are a group worker with a group of adolescent boys. These 
boys have grown up in the same neighborhood, and have been a 
natural friendship group for several years. This is their first 
year in the agency. On their second meeting, you arrive at the 
'agency to find the group ili a nearby vacant lot, angrily facing 
another neighborhood gang. You approach the leader of your group, 
and he excitedly shouts that one of their youngest members had 
been "bullied" by some members of the other gang, and they weren't 
going to "take" that. He added that these "wise guys" have to be 
"set straight" every once in a while anywa;:r. Members of the other 
group begin urging "let 1 s cut the talk and see some action", 
and "let 1 s get 'em! 11 
Methods and Reasons 
As seen in Table 13, the use of program in handling the conflict 
was given 9 times, the use of discussion method was given 5 times, the use 
! 
of iddividual interviews outside the group was given 7 times, and the use 
of individual contacts within the group was given 13 times. 
I 
\, 
' 
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I TAJlLE 13 METHODS CITED BY WORKERS IN HANDLING THE CONFLICT SITUATION 
Trained Untrained Trained 
Treat- Leisure- Leisure-
ment time time Total 
Use of program 3 4 2 9 
Use of discussion method 3 2 0 5 
Use of individual interviews 
outside the group 3 3 1 7 
Use of individual contacts 
inside the group 4 4 5 13 
Use of Program 
There were 9 citations of the use of program as a method of dealing 
with this conflict situation. 
The reasons given for the use of program by the workers in leisure-
time agencies, pointed out in Table 14, were to help the group work off 
some energy, and to divert them from the conflict. There were 4 reasons 
mentioned by the workers in treatment settings, each reason a different one. 
TAJlLE 14 
REASONS CITED BY WORKERS FOR THE USE OF PROGRAM 
Trained Untrained Trained 
Treat- Leisure- Leisure-
ment time time Total 
To help group work off energy 1 3 2 6 
To divert group from the conflict 1 1 0 2 
To move group into discussion 
of the conflict 1 0 0 1 
To give group a "face-saving" 
wey out·. 1 0 0 1 
\ 
The reason cited as moving the group into a discussion of the con-
flict is quite interesting, since here, program would be used not as an 
end' in itself, but as a means of bringing about an atmosphere conducive to 
res'olution of the conflict, as a calming influence. The last reason given 
in frable 14, that of giving the group a "face-saving" wey- out, is also 
int~resting, in the type of program that the worker said would be used for 
this purpose. 
I would let the "bully" have a fair fight with the youngster 
. who had been "bullied". This would be a more controlled fight, 
and would give the group a way out without being "chicken". 
The group really doesn't want to fight. 
Use of Discussion Method 
Five of the 15 workers interviewed said that they would have used 
the,discussion method as a wey- of handling this situation. Three reasons 
given for the use of the discussion method were 1) fact-finding (in regard 
to the real basis of the conflict); 2) allowing for expression of feel-
ings; 3) having a general discussion about relationships between the two 
groups. Two untrained workers and 3 trained workers in treatment settings 
cited the use of the discussion method. This method was not mentioned by 
any of the trained workers in leisure-time settings. 
Use of Individual Interviews Outside the Group 
Seven workers saw the use of individual interviews outside the 
group as a method of handling the conflict. Three of these workers were 
traihed workers in a treatment setting, 3 were untrained and in a 
leishre-time setting, and one was trained and in a leisure-time setting. 
Two torkers cited the need for outside interviews with the other group. 
4o 
It is interesting that a trained worker in a treatment setting gave as 
reason for this interview, to get the other group's story as to what 
caused the fight, while an untrained worker saw as reason for the inter-· 
view, to determine whether or not this group can become involved in the 
age,ncy program. Three trained workers, 2 in treatment settings and 1 in 
a leisure-time setting, cited the use of outside interviews with the 
in~genous leaders of the 2 groups. The worker in the leisure-time 
agency gave as the reason, to point out to them the dangers of fighting. 
One of the workers in the treatment setting said he would want to find out 
what bad really caused the fight, while the third worker, also in a treat-
ment setting, said he would want the agency director to be present at the 
meeting, with the goals of affecting a peace treaty between the groups, 
and attempting to get a worker for non-agency group. 
Use of Individual Contacts Inside the Group 
As is shown in Table 13, the use of individual contacts inside the 
group is the method most often mentioned as a way of handling this con-
flict situation. Thirteen of the 15 workers interviewed cited this as a 
method. 
As is seen in Table 15, ten of the 13 workers referring to the use· 
of this method, said they would have done so to point out the conse-
quences of fighting, in an attempt to get the 2 groups to refrain from 
fighting. 
i 
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TABLE 15 
REASONS CITED BY WORKERS FOR THE USE OF INDIVIDUAL CONTACTS 
INSIDE THE GROUP 
Trained Untrained Trained 
Treat- Leisure- Leisure-
ment time time Total 
To point out consequences 
o:f fighting 3 2 5 10 
Fa.~t-finding (in regard to 
the real basis of the conflict) 1 2 0 3 
To warn them of need to call 
pplice 1 1 1 3 
To indicate interest in 
non-agency group 0 0 1 1 
To force non-agency group 
to leave 0 1 0 1 
.To offer support to those who 
don't want to fight 1 0 0 1 
The following a.re illustrative of some of the approaches the work-
ers ' said they would take : 
I would talk to both leaders, pointing out the dangers of 
'fighting. The one who "hurts" is in a. worse position than 
the one who is hurt, because he's likely to get a. juvenile 
court record. I would tell the agency group that this would 
ruin their group's reputation, a.s well a.s the reputation of 
; the whole agency. 
I would point out how fighting has never solved anything before, 
and bad only hurt a. lot of people. I wouldn't directly tell 
them not to fight, but would point out what might result from 
fighting. 
Only 1 worker sa.w the importance of getting the non-agency group 
to l'eave, and said he would make a. strong attempt to accomplish this. 
This worker is an untrained worker in a. leisure-time setting. 
One worker gave a.s the reason for inside contacts, to offer sup-
port to those who don't want to fight. He expressed it this way: 
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I'd let my group know that I didn't go along with this method of 
handling things. I'd want them to know where I stand, so as to 
protect those boys who are afraid of fighting, and may want to 
leave this way of relating. 
It is interesting that all three workers who said they would use 
coritacts within the group to warn the group that the worker would have to 
call the police, said they would do so in order not to ruin their 
relationship with the boys if and when the police did have to be called. 
How:ever, 1 of these workers, an untrained·,worker in a leisure-time setting, 
meritioned the use of this as a "threat" which might serve to deter the 
boys from fighting. 
Diagnostic Considerations 
Nature of the Conflict 
Ten of the 15 workers interviewed cited what the author would call 
"surface" diagnoses of the conflict situation, diagnoses which are 
obvious in the narrative of the conflict situation. These would consist 
of the first 3 items in Table 16. Only 5 of the workers interviewed seem 
to have been willing to speculate into some of the deeper motivation 
behind this conflict situation. 
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TABLE 16 
NATURE OF THE CONFLICT AS SEEN BY WORKERS 
Trained Untrained Trained 
Treat- Leisure- Leisure-
ment time time Total 
Result of anger over this 
specific incident 2 2 0 4 
General tension between 
the two groups 0 1 2 3 
Result of'. stored-up energies 1 1 1 3 
Non-agenqy group is reaching 
out to agency 1 1 0 2 
Agency group is testing 
worker's concern for them 1 0 1 2 
Agency group is testing old 
ways of solving conflicts 0 0 1 1 
The author had expected that the workers in treatment settings 
would have referred to these last 3 items more often than workers in 
leisure-time settings. However, this is not so. 
Further Information 
As seen in Table 17, none of the workers interviewed expressed the 
need for further information regarding the individuals. Eight expressed 
the .need for further information regarding the group, 4 of whom were 
trained workers in treatmen~ettings, 
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T.AllLE 17 
NEED FOR FURTHER INFORMATION AS EXPHESSEU BY vlORKERS 
Trained Untrained Trained 
Treat- Leisure- Leisure-
ment time Time Total 
' Expressed need for more information 
about individuals 0 0 0 0 
Expressed need for more information 
about group 4 2 2 8 
Expressed need for more information 
about agency and/or community 1 0 1 2 
Two of the 4 workers citing the need for information regarding the 
group, said they would want general information about the group. However, 
the 'other 2 were more specific about the type of information they desired: 
It's up to the worker to find out what these kids are seeking in 
the agency. They've been a. natural group for several years, so 
they have their own structure and mores. They've come into the 
agency for certain things, but what? 
;r 1 d want to know more about the worker 1 s own group. How anti-
social are they? Is there any wish among them to follow the 
straight and narrow? Ha.d they expressed any of their interests 
and what they want to do in the club? 
The 2 references for the need for further information about the 
agency and/or the community were both by trained workers, one in a. treat-
ment' setting and one in a. leisure-time setting. These responses were a.s 
follows: 
Fighting is probably in the unwritten rules of the community. 
+ might be able to appeal to my own group, but I would have 
to know what the respect pattern of the neighborhood was--
how they rea.ct to authority. 
This is difficult, because the worker is a representative of 
6ommunity values, which must be considered as well a.s these 
groups. It would be necessary to know what the community 
values are concerning physical aggression. 
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CHAPTER VII 
FINDINGS AND INTERPRETATION: SITUATION E 
The findings presented in this chapter will be presented in the 
same manner as has been done with Situations A, B,C and D. Situation E 
will be presented here preceding the analysis of the data. 
You are a group worker with a group of older people, age 55 to 
70. The group has been in existence for only one year, and has 
been content with staying in the agency to play cards, chat, and 
;engage in some informal discussion. At the third meeting of this 
program year, it is suggested that they should be a "real" club, 
with officers and perhaps even dues, so that they can serve snacks 
at their meetings. This plan is agreed to, and Mr. B, a very 
controlling person, is elected President. Mr. B then insists 
that if they are going to have dues they need a treasurer, at 
which time he attempts to appoint one. One by one, each of the 
members declines, until finally the last person, Mrs. A, accepts. 
Nrs. A is very unpopular with the group members, and has alweys 
been quite docile and submissive. Strong feeling is expressed 
by the group, shielded by "logical" reasons why they "don 1 t 
really need a treasurer", or "shouldn't pick one at such an early 
meeting". Mrs. A becomes very angry, and flatly states that she 
is the only one who is willing to take on the responsibility; 
and therefore she is going to be treasurer. This is met by 
denunciation of her qualifications, and other personalized 
objections, which serve to increase her anger. 
Methods and Reasons 
As is seen in Table 18, the use of program was cited 4- times in 
the handling of the conflict, the use of discussion was cited 8 times, 
the use of individual interviews outside the group was cited 8 times, 
! 
and ~he use of individual contacts inside the group was cited 11 times. 
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lllAllLE 18 
METHODS CITED BY WORKERS IN HANDLING THE CONFLICT SITUATION 
Trained Untrained Trained 
Treat- Leisure- Leisure-
ment time time Total 
Use of program 2 1 1 4-
Use of discussion method 4- 2 2 8 
Use: of individual interviews 
outside the group 4- 1 3 8 
Use,o:f individual contacts 
iliside the group 3 4- 4- 11 
Use of Program 
The use of program as a method of handling the conflict situation 
' b 
was !mentioned.~nly 4- of the 15 workers interviewed. Two of the workers 
gav~ as the reason :for the use of program, diversion from the conflict. 
However, the nature of the diversion is not the same, one being the serving 
of :food to calm the group down, and the other being the suggesting of 
really stimulating program ideas :for the group to discuss. The other 2 
uses of program were said to be :for the purposes of lessening Mr. B's 
control over the group, and involving the entire group in planning and 
management of the group. The workers said they would organize committees 
to achieve these goals. 
Use of Discussion Method 
There were 9 references to the use of the discussion method as a 
way of handling the conflict. Four of these were by trained workers in 
treatment settings. 
I 
I 
T.AllLE 19 
REASONS CITED BY WORKERS FOR THE USE OF DISCUSSION METHOD 
Trained Untrained Trained 
Treat- Leisure- Leisure-
-ment time time Total 
To help the group learn duties 
o:f each o:f:fice 2 2 1 5 
To help the group decide i:f 
o:f:ficers are needed 1 1 1 3 
To let the group express their 
goals :for the group 1 0 0 1 
Use of Individual Interviews Outside the Group 
As is seen in Table 18, eight o:f the 15 workers interviewed referred 
to the use o:f individual interviews outside ~he group as a method o:f deal-
ing with the conflict, 4 trained workers in treatment settings, 3 trained 
workers in leisure-time settings, and 1 untrained worker in a leisure-time 
setti~g. In examining reasons given :for the use o:f individual interviews 
' 
outside the 
citin~ this 
i 
most cases 
l 
person • 
. 
group, it is quite interesting to note that many workers 
method mentioned more than one reason :for using it, which in 
meant they intended to meet individually with more than 1 
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TABLE 20 
REASONS CITED BY WORKERS FOR THE USE OF INDIVIDUAL INTERVIEWS 
OUTSIDE THE GROUP 
Trained Untraine·d Trained 
Treat- Leisure- Leisure-
ment time time 
To discuss with Mrs. A her 
position in the group 2 0 1 
To support and encourage 
Mrs. A as treasurer 1 1 1 
To help Mr. B define hie 
role as president 0 0 2 
To reach Mr. B parliamentary 
procedure 1 0 0 
Fac~-finding (in regard to 
Mr. B's capacity for 
sensitivity as leader) 0 0 1 
To satisfy other members' 
needs for attention 1 0 0 
To help any especially 
hostile members 1 0 0 
Total 
3 
3 
2 
1 
1 
1 
1 
As shown in Table 20, there were 6 citations of outside interviews 
with l1rs. A, 3 being from trained workers in treatment settings, 2 from 
traihed workers in leisure-time settings, and 1 from an untrained worker 
I 
in a.leisure-time setting. It is interesting that both references to the 
use of outside interviews for the reason of helping members in the group 
other than Mrs. A and Mr. B, were from trained workers in treatment 
settings. 
Use of Individual Contacts Inside the Group 
Ofi the 11 workers mentioning the use of individual contacts inside 
the group, as shown in Table 18, 6 of them said they would use an individu 
I 
cont~ct to support Mrs. A as treasurer. Without exception, these workers 
I 
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I 
said they would have done this by telling the group that Mrs. A should be 
treasm:er, and by pointing out why. 
TAllLE 21 
REASONS CITED BY WORKERS FOR THE USE OF INDIVIDUAL CONTACTS 
INSIDE THE GROUP 
Trained Untrained Trained 
Treat- Leisure- Leisure-
ment time time Total 
To support Mrs. A as treasurer 1 1 4 6 
To praise Mrs. A for volunteering 3 2 0 5 
To mediate between Mrs. A 
and the group 1 0 3 4 
To suggest election of a 
treasurer 2 2 0 4 
To suggest rotation of officers 0 0 1 1 
To help Mr. B look at his 
role as president 1 0 0 1 
It is interesting that none of the trained workers in leisure-time 
settings cited the use of individual contacts to suggest that a new 
treasurer be elected. The workers giving thi~reason said that· they would 
make this suggestion to Mr. B on the basis of the need to follow 
parliamentary procedure. The author would have expected parliamentary 
procedure to be of greater concern to leisure-time wo~kers than is shown 
here. 
Diagnostic Considerations 
Nature of the Conflict 
All of the workers interviewed felt that there was a basic reason 
for this conflict, that of Mrs. A's general unpopularity in the group, 
and her lack of acceptance by the other members. However, the following 
discussion will be baaed on what the workers saw as the motivating causes 
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o{ this specific conflict situation. 
\ As seen in Table 22, seven of the 15 workers interviewed saw the 
c'onflict as being the result of the President's appointment of a treas-
urer, as the members' w~ of saying, '~e want our treasurer to be elected 
by us, not appointed by one person. 11 The other 8 workers made citations 
which were quite individual, and thus could not be put into categories. 
TABLE 22 
NATURE OF THE CONFLICT AS SEEN BY WORKERS 
Trained Untrained Trained 
Treat- Leisure- Leisure-
ment time time Total 
Result of undemocratic procedure 2 3 2 7 
Lack of real desire for formal 
structure 1 1 0 2 
Unclear idea of duties of treasurer 0 0 1 1 
Group does not feel need for 
a treasurer 0 0 1 1 
Members' own unwillingness to 
accept responsibility 1 0 0 1 
Mrs. A 1 s need to be in scapegoat 
position 0 0 1 1 
Lack of stimulating activities 1 0 0 1 
Stubbornness of that age group 0 1 0 1 
I 
Several workers stated that they felt they would have intercepted 
sooner, either at the point where the group expressed the desire for a 
"real" club, or where Mr. B begins to appoint a treasurer. Because of 
this response, the author feels it may be significant enough to present 
the number of workers in each of the 3 categories who mentioned the need 
for the worker's earlier intervention. 
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TABLE 23 
NEED FOR EARLIER INTERVENTION AS EXPRESSED BY \'iORKERS 
Trained Untrained Trained 
Treat- Leisure- Leisure-
ment time time Total 
Mentioned the need for earlier 
intervention by worker l 3 5 9 
Did not mention need for earlier 
intervention by worker 4- 2 0 6 
As seen in Table 23, the greatest difference seems to be between 
trained workers in leisure-time settings and trained workers in treatment 
settings. This may be attributed to the fact that treatment settings tend 
to exercise greater permissiveness with their groups. 
Further Information 
None of the workers interviewed expressed the need for further 
information regarding the agency and/or the community. Of the 6 workers 
who expressed the need for some kind of further information, 2 trained 
workers '.in leisure-time settings expressed the need for information 
regarding the individuals involved in the conflict: 
Mrs. A seems to want to be the martyr of the group. I'd want 
to know if she always puts herself into the position of being 
beaten into submission. 
Four workers, 2 trained workers in treatment settings, and 2 
untrained workers in leisure-time settings, cited the need for further 
information in regard to the group. An example follows: 
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It would be important to know if this group was supposed to have 
any special function, such as some civic purpose. If not,you 1d 
want to keep it very informal, since this is what old people 
like. 
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CHAPrER VIII 
COMPLETE SUMMARY OF FINDINGS 
!1ethods 
It can be seen in Table 24 that the 15 group workers interviewed 
tended to cite program as a method of handling conflict more often than any 
of the other 3 methods, with no differences due to training or the type of 
agency setting. The use of individual contacts inside the group was the 
method mentioned next most often, with the untrained workers in leisure-
time settings showing a slightly higher number of citations than either of 
the 'other 2 categories of trained workers. In the use of the discussion 
method, the trained workers in treatment settings have referred to this 
more often than either the trained or the untrained workers in leisure-
time settings. The use of individual interviews outside the group was 
cited least as a method of handling the conflict by all three categories 
of workers. 
TABLE 24 
SUMMARY OF METHODS CITED BY WORKERS IN HANDLING 5 CONFLICT SITUATIONS 
Trained Untrained Trained 
Treat- Leisure- Leisure-
ment time time Total 
Use of program 15 15 15 45 
Use of discussion method 12 9 10 31 
Use of individual interviews 
outside the group 10 9 7 26 
Use of individual contacts 
inside the group 12 14 13 39 
General Approach 
Since the reasons given by the workers for using any of the 4 
methods varied greatly with eaoh situation, it would not be meaningful to 
present a list of them here. However, as a way of bringing together 
meaningfully the method cited and the reason given for citing the method, 
the author sees the need for grouping the workers' general approach 
(method plus reason) into 3 categories, according to the method discussed 
in the chapter on Method of Analysis. 
TABLE 25 
SUMMARY OF GENERAL APPROACH CITED BY WORKERS IN HANDLING 
5 CONFLICT SITUATIONS 
Trained Untrained Trained 
Treat- Leisure- Leisure-
ment time time 
Resolved the conflict arbitrarily 9 14 6 
Involved the conflicting parties 
in the resolution of the conflict ll 6 17 
Diverted the conflicting parties 
from the conflict 5 5 2 
Total 
29 
34 
12 
It is some encouraging to see in Table 25 that workers tend to cite 
the approach of involving the conflicting parties in the resolution of the 
conflict more often than either of the other two approaches. However, the 
author does not mean to imply that it is always advisable to involve the 
conflicting parties in the conflict; it is quite conceivable that a worker, 
bas~ng his decision on the diagnostic needs of the individuals involved, 
might choose in certain situations to arbitrarily resolve the conflict 
I 
' him+elf, or divert the conflicting parties into other activities. Yet, in 
i 
the situations described here, where there is relatively little qiagnostic 
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information given about the conflicting parties, the attempt to involve 
the individuals in the resolution of the conflict would seem to be a 
positive approach. The greatest number of references tc this approach 
is ~een among the trained workers in leisure-time settings. Since, as 
seen in Table ~5,even the trained workers in treatment settings do not 
fal:L too far behind this number, it might be speculated that the training 
rather than the setting here is the more important factor in determining 
-the general approach taken in handling conflict situations. This is borne 
out also in the number of references to an arbitrary resolution of the 
conflict by the worker, where the lower number of citations of the trained 
workers in both settings is in contrast with the relatively high number 
of citations of the untrained workers. 
Only 12 references to diversion from the conflict are cited, with 
no apparent relationship to the training or setting of the respondents. 
However, .in looking at the overall picture, it seems that the trained 
workers in leisure-time settings made the greatest number of references to 
involving the conflicting parties in the resolution of the conflict, 
whiie they were lowest in the other two approaches. This would seem, 
from the author's point of view, to be a very positive position. 
Goals 
As the author bad expected, compromise was given as a goal quite a 
large number of times, and, as can be seen in Table 26, comprises over 5o% 
of all the citations of goals. The trained workers in both types of 
settings tend to see compromise as a goal more often than the untrained 
workers, but there is not a great enough contrast to warrant much 
spec~aticnas to the reasons. 
TABLE 26 
SUMMARY OF GO.ALS CITED BY WORKERS IN HANDLING 5 CONFLICT SITUATIONS 
Trained Untrained Trained 
Treat- Leisure- Leisure-
ment time time Total 
Withdrawal 4 5 0 9 
Subjugation l l 2 4 
Majority Rule 0 4 0 4 
Minority Consent 2 3 0 5 
Compromise 13 ll 14 38 
Integration 5 l 9 ~5 
It is interesting that integration as a goal is cited only 15 times, 
and only l time by an untrained worker. Integration, as seen by Wilson and 
Ryland, "represents the height of achievement in group life 11 • 1 Perhaps 
then, the great deal of skill required to achieve integration limite its 
use to only the trained group workers. 
None of the trained workers gave majority'rule as a goal, and only 
2 trained workers saw minority consent as a goal. The trained workers 
seemed to rely less on the use of "parliamentary procedure" as a way of 
I 
eol'fing conflicts than did the untrained workers, who in th:i.s tended to 
identify with the layman's concept of how to make decisions. 
Diagnostic Considerations 
Based on Coeer 1 s proposition concerning realistic and non-realistic 
conflict--realistio conflict being conflict which is used as a means to . 
• 1Wilson and Ryland, .Q.E.• cit., p. 53· 
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att~in a specific goal, and non-realistic conflict being conflict which is 
pri~arily an expression of aggression, a release of tension--the author bas 
attempted to categorize the responses given by the workers concerning the 
nature of the conflict situation. The criteria for placing responses in 
these categories is discussed in the chapter on Method of Analysis. 
TABLE 27 
SUMMARY OF THE NATURE OF THE CONFLICTS AS SEEN BY WORKERS 
IN 5 CONFLICT SITUATIONS 
Trained Untrained Trained 
Treat- Leisure- Leisure-
ment t~e time 
Realistic conflict 17 14 15 
Non-aealistic conflict 5 5 5 
Uncertain 3 5 5 
Total 
46 
15 
13 
It is seen in Table 27 that there are 46 citations of realistic 
conflict in contrast to only 15 citations of non-realistic conflict. It 
would probably be true that with the minimum of information presented in 
eacbiof the 5 situations, the workers could have built up a case for either 
type.of diagnosis. However, the fact that workers saw most often the 
realistic diagnosis would seem to indicate a reliance on external factors, 
and considerably less speculation in regard to individual impulses and 
frustrations. 
As seen in Table 28, references to the need for further information 
were regarding the group, where the trained workers in treatment settings 
and the untrained workers in leisure-time settings seemed to be more con-
earned with this than trained workers in leisure-time settings. 
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TABLE 28 
SUMMARY OF NEED FOR FURTHER INFORMATION AS CITED BY WORKERS 
IN 5 CONFLICT SITUATIONS 
Trained Untrained Trained 
Treat- Leisure- Leisure-
ment time time Total 
Exp~essed need for more 
information about 
individuals 3 2 2 7 
Expressed need for more 
information about group 7 8 2 17 
Expressed need for more 
information about agency 
and/or community 1 1 2 
Total 11 11 6 
It is difficult to speculate as to the reasons for this; however, it may be 
due to the fact that the nature of the 5 situations tends to imply that 
they take place in leisure-time settings. This may have tended to make 
the I trained workers in leisure-time settings more secure in responding 
without mentioning the need for more information. 
As is seen in Table 29, there were only 20 mentions of the importance 
of the age factor in dealing with conflict. It is pointed out in Chapter I 
that one of the limitations of this study is that it is impossible to know 
what diagnostic considerations went on in the worker's thinking which they 
did not mention. However, since the respondents were encouraged to speak 
fre~ly, it is hoped that this factor does not play too great a role in 
the findings. 
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T.AllLE 29 
SUMMARY OF CITATIONS BY WORKERS OF THE IMPORTANCE OF THE AGE LEVEL 
IN HANDLING 5 CONFLICT SITUATIONS 
Trained Untrained Trained 
Treat- Leisure- Leisure-
ment time time Total 
Mentioned this factor 10 5 5 20 
Did not mention this factor 15 20 20 55 
It is quite interesting that the trained.workers in leisure-time 
settings oited the importance of the age level the same number of times as 
the untrained workers in the leisure-time settings. The number of cita-
tiona in each of these categories is 5--half the number of citations from 
the trained workers in treatment settings. 
As se~n in Table 30, there were only 8 mentions of the importance of 
ha~ng a good relationship with the group members in order to adequately 
handle the conflict. All 8 of these references were by trained workers, 
in both breatment settings and leisure-time settings. 
T.AllLE 30 
SUMMARY OF CI~IONS BY WORKERS OF NEED FOR RELATIONSHIP 
IN HANDLING 5 CONFLICT SITUATIONS 
Trained Untrained Trained 
Treat- Leisure- Leisure-
ment time time 
Mentioned this factor 4- 0 4-
Did 
I 
not mention this factor 21 25 21 
Total 
8 
67 
I 
I Although the number of citations is certainly too small to draw any 
I general 
I 
conclusions, it would seem here that the trained workers were at 
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least , ometimes aware of the importance of relationship, while this was 
not true with the untrained workers. 
AJ.tholl8h the figures are certainly not conclusive, from Table 31 it 
can be seen that .the trained workers in treatment settings show a slightly 
higher figure than the workers in leisure-time settings in regard to the 
number of times they cited the importance of keeping the conflict situation 
I 
in mind for future group and/or individual diagnosis. 
TABLE 31 
SUMMARY OF CITATIONS BY WORKERS OF THE FUTURE USE 
OF THE 5 CONFLICT SITUATIONS 
Trained Untrained Trained 
Treat- Leisure- Leisure-
ment time time 
Mentioned this factor 5 3 3 
Did not mention this factor 20 22 22 
General Attitudes 
Total 
11 
64 
In Coser's book, he is attempting to show that conflict is, in and 
of itself, neither good nor bad, but that it is inevitable in any group 
structure. It ~ have a positive or a negative outcome, depending upon 
its nature. 
Conflict within a group, we have seen, may help to establish 
unity or to re-establish unity and cohesion where it has been 
threatened by hostile and antagonistic feelings among the members. 
Yet, we noted that not every type of conflict is likely to benefit 
gro~p structure, nor that conflict can subserve such functions for 
all groups. ~fuether social conflict is beneficial to internal 
adaptation or not depends on the type of issues over which it is 2 fought as well as on the social structure within which it occurs. 
2cos·er, o •t p 151 £1!· .£!,__.' • • 
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/It is the author 1 s belief that many social group workers tend to 
see conflict as "bad", and something which should be avoided or settled as 
quickly as possible, because of its disturbance to the regular functioning 
of the group. In examining the data, the author found this borne out, in 
that all of the workers interviewed expressed the feeling that the conflict 
situations were "unfortunate incidents", and hopefully, would have been 
prevented. However, it was quite gratifying to see that there were some 
workers who expressed the belief that many of these conflict situations, 
once having occurred, could be used by the worker for positive results. 
It is this latter aspect that is well to examine further. Several excerpts 
from such responses will now be presented: 
The two sub-groups haven't been able to put into words what each 
can do for the whole group. The men have forgotten going through 
the beginning stages. This is a good opportunity to present the 
tyo ideas to the group, to help them better define the group's 
purpose. 
It's too bad it got to the point where the group denunciated 
Mrs. A, but her anger is helping her--for the first time she has 
shown some personality, and is not quite so docile. 
I 
This gives the worker a chance to learn more about the non-agency 
grbup. Since they bullied a member of the agency group, and came 
to' the agency, they obviously are interested in the agency. 
Perhaps they can be involved in agency program. 
I would take the problem out of the dance, and point out that 
disagreements are normal and happen quite often. This would be a 
good opportunity to get into the whole area of how we can make 
decisions in the group. 
I'd want to give them an opportunity to see thatpeople are people, 
regardless of color. There are many films about other countries 
that could be shown--and just no limit to the exciting things 
that can be done with this sort of a group! 
This would be a good chance to get into real planning--how to 
improve dances, what is important at a dance, and what roles each 
could play. 
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In helping Mrs. A as treasurer, I would get into some discussion 
with her about her unpopularity in the group, and the reasons 
for it. This would be a good way' to begin individual work with 
her. I would also be able to see if any of the other members 
were especially hostile, and might work individually with them. 
The author has presented here only those responses which showed 
definite evidence of the worker's positive feelings about the function 
of the conflict. This evidence consists of the worker's use of such 
phrases as "a good opportunity", "a good chance", "a good wey", or of 
the worker's mentioning plans for generally positive results. It is 
interesting to note that out of these 7 citations, 1 was by an untrained 
worker, 2 were by a trained worker in a leisure-time setting, and 4 were 
by trained workers in treatment settings. 
CHAPTER IX 
SUMMARY AND CONCLUSIONS 
In regard to the methods used in handling the donflict situations, 
there seemed to be no difference due to either training or agency setting 
in the use of program, although program was the method most often cited 
in each of the three categories of workers. The use of individual inter-
views outside the group was cited less than any of the other three methods 
all of which would be used within the gr6up. This seems reasonable, 
since conflict occurs openly within the group, and thus would most likely 
be handled there. However, the workers in treatment settings tended to 
cite ,the use of individual interviews outside the group more than leisure-
time setting workers. Because of the focus of their work, it would seem 
understandable that the treatment workers would indicate more concern 
about the individual and might therefore feel more often the need for 
individual interviews with members. 
The involvement of the conflicting parties in the resolution of 
conflict, ·which would seem to be a positive approach in these situations 
where little diagnostic information is given, was cited more often by 
the workers than either arbitrary resolution by the worker or diversion 
from the conflict. The trained workers in leisure-time settings tended 
to favor the involvement of the conflicting parties in the resolution o:f 
the conflict, and to avoid the other two approaches. The responses o:f 
th~ trained workers in treatment settings followed more closely the pattern 
oflthe trained leisure-time workers than did the responses of the untrained 
workers. This would seem to indicate that training, rather than agency 
setting was the important factor in determining workers' general approach 
to. the conflict situations. 
The goal of compromise was cited far more than any of the other 
possible goals. The trained workers in both leisure-time and treatment 
settings cited the goals of compromise and integration, which may be con-
sidered the most mature levels of conflict resolution, more than did the 
untrained workers. The trained leisure-time workers, however, tended to 
be more familiar with the goal of integration than were the trained 
treatment workers. The untrained workers seemed to favor the goals of 
majority rule and minority consent more than did the trained workers, who 
did not seem to need the "structure" of parliamentary procedure in 
handling conflict. 
In diagnosing the conflict situations, there were many more diag-
noses of realistic conflict than unrealistic conflict, indicating the 
workers' reliance on external factors, and considerably less speculation 
in regard to individual impulses and frustrations. It was to the author t s 
surprise that the workers in treatment settings gave realistic diagnoses 
slightly more often than did trained leisure-time workers. 
I 
Twice as many treatment workers mentioned the importance of the age 
level of the group in handling conflict than did leisure-time workers, 
I 
kither trained or untrained. 
l However, the need for relationship with the group was seen to be / ~ually important by trained workers in treatment settings as by trained 
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workers in leisure-time settings, while untrained workers seemed unaware 
of this factor. 
In regard to general attitudes of workers toward conflict, only 
seven of the workers indicated in some way that conflict might be used fo~ 
positive results. Treatment workers tended to mention plans for generally 
positive results more than did leisure-time workers, although trained 
leisure-time workers mentioned this slightly more than did untrained 
leisure-time workers. 
The age level of the groups and the composition of the conflicting 
parties seemed to have little relationship to the method of handling used 
by the workers. 
Comparison of the Three Categories of Workers 
There we~ a considerable number of differences in the handling of 
• 
and general attitudes toward the conflict among the three categories of 
worker~, most of which seemed to be related to training. However, the 
agency setting did seem to be of some importance in certain areas. 
The untrained workers, all of whom were in leisure-time settings, 
tended to see conflict as an unfortunate situation, and one which should 
be settled by the worker as quickly as possible, to keep peace in the 
group. They seemed also to indicate a somewhat heavy reliance on parlia-
~entary procedure as a means of settling disputes. They seemed to be ~elatively unaware of the importance of the worker's relationship with 
[
he group members, and of other such diagnostic considerations. 
The trained workers in leisure-time settings seemed to have a le~s 
I 
negative attitude toward conflict than did the untrained workers; however, 
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I 
I 
I 
I 
I 
wh~le they seemed to view conflict as a natural phenomenon of groups, 
they tended not to see possible positive results which might emerge from 
the conflict. These workers leaned most heavily toward the involvement of 
the conflicting parties in the discussion of the conflict in the reaching 
of some solution, which would seem to be a q_ui te positive approach from 
the group work point of view. Trained workers in leisure-time settings 
also seemed to be the most familiar with the process of integration, as a 
resolution of conflict, which is ofte~considered to be the most mature 
level of conflict resolution, and one req_uiring a great deal of skill on 
the part of the worker. These workers tended to be somewhat aware of the 
important role played by relationship within a group; however, like the 
untrained workers in leisure-time settings, they were relatively unaware 
of other diagnostic factors, such as age of the group and composition of 
the conflicting parties. 
The trained workers in treatment settings seemed to have a q_uite 
positive attitude toward conflict, and saw the possibility of obtaining 
positive results through proper "use" of the situation. Although these 
workers seemed to feel somewhat the importance of involving the con-
flicting parties in the resolution of the conflict, they relied on this 
less than did the trained workers in leisure-time settings, and indicated 
a somewhat greater use of diversion from the conflict and arbitrary 
' ! 
pandling by the worker. Although somewhat familiar with integration as a 
resolution of conflict, they did not seem to see this as a goal as 
kegularly as did the trained workers in leisure-time settings. These 
~orkers tended to see the importance of the worker's relationship with the 
'group members, as well as the different needs that emerge in groups 
because of the age level. These workers also indicated concern about 
knowing the purpose of groups, based on the contract made at the time of 
intake, a consideration which did not seem to be of concern to either 
trained or untrained workers in leisure-time settings. 
Implications 
There was some indication in the findings that training is more 
important than the agency setting in determining the w~ in which a worker 
handles conflict in groups, and his general attitude toward conflict. 
Thus it seems reasonable to assume that attitudes about conflict, and skill 
in handling conflict are acquired in schools of social work to a greater 
degree than in the employing agencies. This perhaps implies the need for 
schools of social work to concentrate to a greater degree with students on 
the meaning of conflict, the possible causes of conflict, the worker's 
responsibility in conflict situations, the methods· of diagnosing conflict 
(when is it positive and when is it destructive), and the methods of 
handling conflict. 
Also implied in this study is the need for further research in 
regard to conflict in groups, which can be directly applied to group work 
practice. The lack of group work literature on this subject may partly. 
account for the minimal degree of understanding of conflict and the 
relative lack of skill in handling conflict that seemed to be found among I 
I ~he untrained workers. 
68 
BIBLIOGRAPHY 
BOOKS AND ARTICLES 
Adult Education Association. Understanding How Groups Work. Leadership 
Pamphlet No. 4, 1956. 
Chase, Stuart. Roads to Agreement. New York: Harper and Brothers, 1951. 
Coser) Lewis A. The Functions of Social Conflict. 
Press, 1956. 
Glencoe, Illinois: 
The Free 
i 
Coyle j Grace. "Proposed Areas for Concentration and Study," The Group, 
vol. 17 (June, 1955), pp. 9-10. 
Follett, Mary P. Creative Experience. New York: Longmans, Green and 
Company, 1924. 
I Isa.a.cli', 
l 
I 
Jahodi' 
Susan. Social Development in Young Children. New York: Harcourt, 
Brace and Company, 1937· 
Marie, Deutsch, Morton, and Cook, Stuart w. Research Methods in 
Social Relations, vol. 1. New York: Dryden Press, 1951. 
Konopka, Gisela. "Method of Social Group Work," Concepts and Methods of 
Social Work, Walter Friedlander (ed.). New Jersey: Prentice-Hall, 
Inc., 1958, pp. 116-199· 
------,· "The Generic and the Specific in Group Work Practice in the 
Psychiatric Setting," Social Work, vol. 1 (January, 1956) pp. 72-80 
Lewin, Kurt. Resolvingf·;Social Conflict. New York: Harper and Brothers, 
1948. 
Metcalf, H. C. and Urwich, L. Dynamic Administration, The Collected 
Papers .Qf ~Parker Follett. New York: Harper and Brothers, 194o 
Research Department, Welfare Council of Metropolitan Los Angeles. 
Group Dynamics: Implications for Social Work. Special Report 
Series No. 24, 1950. 
Soheidlinger, Saul. Psychoanalysis and Group Behavior. New York: W. W. 
Norton and Company, 1952. 
Williams, Robin M. The Reduction of Intergroup Tensions: ! Survey of 
Research .Q!! Pro•blems of Ethnic, Racial, and Religious Group 
Relations. New York: Social Science Research Council, 1947. 
Wilson, Gertrude, and Ryland, Gladys. Social Groull Work Practice. 
Boston: Houghton Mifflin Company, 1949. 
70 
UNPUEJISBED MATERIAL 
Jo;nes, Hubert E. "An Exploratory Study of Social Work Values in Relation 
to Social Work Practice. 11 Unpublished !-laster 1 s thesis 1 Boston 
University School of Social \York, Boston, 1957· 
Park, Richard. "A Descriptive Study of Methods Cited by Group Leaders 
Working with Children Who Exhibited Disruptive Behavior in a 
Group Setting." Unpublished Master's thesis, Boston University 
School of Social \York, Boston, 1957. 
71 
APPENDIX 
I 
I 
I 
I 
INTERVIEW INSTRUMENT 
Situation A. 
You are a group worker in en inter-racial agency, working with a 
play group of youngsters, age 7 to 9· During a crafts project, as you 
are helping one youngster, you become aware that a Negro child mas gone 
over to a white child, end has hit him on the arm. This results in a 
rapid exbhangs of blows between the 2 youngsters, during which the white 
child begins to shout "blackie" at the Negro boy, both youngsters become 
very excited, end really begin to "slug it out". 
Sliltuation B. 
You are a group worker with a "friendship" group which has been 
formed by the agency. The group is composed of girls, age 12 to 13. 
During the first few meetings, you are attempting to learn, through some 
discussion, what are some of the interests of these youngsters. At the 
third meeting, one of the girls suggests that they plan a dance. Her 
suggestion is enthusiastically accepted by most of the other members, who 
quickly begin to suggest when they should have it, what they should wear, 
and bther such details. One of the other members voices her objections to 
this: suggestion of a dance, and is supported by a few others. They give 
as reasons: don't like to dance; all the boys in the agency are babies; 
don't went to spend the money; "those dances" are never any good. The 
other girls are not convinced, end insist that the club should have a 
dance. 
Situation C. 
You are a group worker with en adult photography group. The group 
is composed of married men end women, although there are only 2 couples in 
the group. These are people who have bad a long-standing interest in 
photography end have now expressed the desire to meet, end exchange ideas 
with others with the same hobby. After 5 meetings, during which there was 
much technical discussion in regard to new photographic techniques end 
the latest equipment, one young housewife announced that she end two 
other women bad been "talking it over" end bad decided that this group 
was getting nowhere. This "technical stuff" was alright at the beginning, 
but "enough is enough", end they would like to see the group go on picture 
taking outings, after which they could all discuss their pictures. A few 
of the others went along with the idea, end cited experiences in previous 
groups. Several of the men, however, flatly rejected the idea, arguing 
that they had plenty of opportunity for taking pictures by themselves, 
end at the group sessions, wanted to use the agency's equipment, and 
thro~h some discussions, keep up to date on the latest methods and 
equipment. 
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Situalion D. 
You are a group worker with a group of adolescent boys. These boys 
have grown up in the same neighborhood, and have been a natural friendship 
group: for several years. This is their first year in the agency. On 
their second meeting, you arrive at the agency to find the group in a 
nearby vacant lot, angrily facing another neighborhood gang. You approach 
the leader of your group, and he excitedly shouts that one of their 
youngest members had been "bullied" by some members of the other gang, 
and they weren't going to "take" that. He added that these "wise guys" 
have to be "set straight" every once in a while a:nyway. Members of the 
other group begin urging "let 1 s cut the talk and see some action", and 
"let's get 'em!" 
Situation E. 
You are a group worker with a group of older people, age 55 to 70. 
The group has been in existence for only one year, and has been content 
with staying in the agency to play cards' chat' and engage in some informal 
discussion. At the 3rd meeting of this program year, it is suggested that 
they should be a "real" club, with officers, and perhaps even dues, so 
that they can serve snacks at their meetings. This plan is agreed to, 
and Mr. B, a very controlling person, is elected President. Mr. B then 
insists that if they are going to have dues they need a treasurer, at 
which' time he attempts to appoint one. One by one, each of the members 
declines, until finally the last person, Mrs. A, accepts. Mrs. A is very 
unpopular with the group members, and bas always been quite docile and 
submissive. Strong feeling is expressed by the group, shielded by 
"logical" reasons why they "don 1 t really need a treasurer", or "shouldn't 
pick one at such an early meeting". Mrs. A becomes very angry, and flatly 
states that she is the only one who is willing to take on the responsibilit' 
and the:efore, she is going to be treasurer. This is met by denunciation 
of her qualifications, and other personalized objections, which serve to 
increase her anger. 
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